environment in many family-run companies and make decision making a difficult process. That's why defining clear values, mission and strategy are particularly important in family businesses. The family business has a far-reaching influence on economies throughout the world. No other type of business has driven economic development in the same way and today, in almost all countries, family businesses including such giants as Ford, Levi Strauss, L'Oral and Ferrero are the source of more than half of the Gross National Product (GNP) and employment.
Past research into the phenomenon of the family business is 'surprisingly small in quantity and rather shallow in its theoretical consideration (Kohsaka, 1993) . This was probably due to the wide acceptance of Berle and Means' concept of the 'managerial firm' as the dominant theoretical paradigm for studying companies, focusing on issues such as the separation of ownership and control as well as agency costs. The research gap becomes the main factor to perform in this study since there are a lot of different opinions and inconsistencies of family influence on the managerial trait. Some researchers such as Amran (2012), Lin and Hu (2007) , Anderson and Reb (2003) , and Wesley (2010) also stated that managerial trait will influence managerial performance. Meanwhile other researchers (Barontini and Caprio, 2006; Chahine, 2007; Chua, 2003) ; Lauterbach, 2008, Gordini, 2012; Navarro, 2011 ) also stated that managerial trait from their family will not significantly influence managerial performance.
This study also investigates the phenomenon of low managerial performance that triggered low continuity of bus industry belonging to a family in Jakarta, Indonesia by a new concept of Soft Governance Capability that will pass the description. There is phenomenon of the low rate of managerial performance from the family business in Indonesia that causes the discontinuity of family manager regeneration as found by Susanto (2011) .
This study aims to provide a clear explanation and answer on research gap of previous studies about the relationship between managerial trait from the family business and managerial performance. The systematics of the research paper is as follows: introduction, review literature review, the development of empirical models and nine hypotheses. Next are methods, results, and discussions and in closing are the conclusions and business implications, while reference is a reference to this research paper. Yu et. al., (2012) , who promoted family business into some construct clusters, they are performance, strategy, social impact and economy, governance, succession, family role and family dynamics.
LITERARY REVIEW
Al Abduwani (2012) introduced soft skill wheel which consisted of three variables, situational, personal and interpersonal variable. There have been many studies on hard skill or technical aspect, our concern is not only about valuing its relative contribution and skilful component but also documenting the existence of soft skill in an organization (da Silva dan Tribolet, 2007; Hilmer, 2007) . The theory about capability comes from Amarta Sen in Robeyns (2003) that defined capability as a basic skill which will become a subset of an ability, refers to life continuity and poverty avoidance. Vaidya (2011) 
THE DEVELOPMENT OF EMPIRICAL MODEL AND HYPOTHESES

The influence of managerial trait from family business on pro-organizational behavior
This study is about the changes of a managerial trait from a family business that depends largely on selfreport, and multiple questions as the determination of changes in behavior and traits (Zairi, 1998; Hassan, 2007) . Manager trait from family business shows self-efficacy that influences the product development and arouses commitment in proorganizational behavior (Busch, 1998; Friedkin and Johnsen, 2003) . Moreover. Schwarz & Bahrner (2001) and Schwarz and Clore (1988) explained empirical order responded by an employee under supervision. Wood (2012) provided evidence that show the relationship between enriched work design by the manager and organizational performance and mediated by employee welfare which will finally influence organizational loyalty. Stites and Michael (2012) , Brammer (2007) found evidence about the relationship between employee perception and organizational commitment in the manufacturing industry. King and Lennox (2001), Fazio and Zanna (1981) and Ajzen (2001) stated that managerial practice which is oriented on employees has been proved to be the best tool to push employee commitment.
Based on the explanations above, it can be concluded:
H1: The better the manager trait of the family business, the stronger the pro-organizational behavior will be.
The influence of manager trait of family business on soft governance capability
Organizational commitment, leadership, and performance have been seriously investigated by Sosik (2001) and Graham et al (2013) . They categorized managerial leadership of the family business. Managerial competence of family business also arouses belief on the organizational system and influences organizational performance (Lahdevuoir, 2013) .
If managers want to get trust and acknowledgment, they need to consider employee's needs and development through the specific aspect of unsatisfaction possibility and their social relationship (Bang and Jorgensen, 2007) . Al Abduwani (2012) stressed soft governance through soft skill wheel which consists of the situational, operational and personal variable. It is strengthened by Hillmer (2007) who said human capital as knowledge, skill, and ability that will help increase productivity and performance.
H2: The better the managerial trait of the family business, the higher soft governance capability will be. Brower (2008) found that managerial openness shows the unique relationship between manager and the owner of the family business. In this context, managerial openness will respond any dynamics occurred in the family business (Chua, 1999; Rautiainen, 2012) . The manager has to be able to balance family dynamics (Mannarino and Rocotta, 2008) .
The influence of manager from family business to family dynamics
Relational dynamics in a family business is the relatedness accumulation among managerial styles in a family business (Scranton, 1992; Michaud, 2005) . Serious consideration needs to be included because family conflicts are highly correlated with family dynamics and succession (Nasser, 2013) .
H3: The better the managerial trait of the family business, the stronger control on family dynamics will be.
The Influence of family dynamics on soft governance capability
Creativity to respond environmental dynamics (both family and external environment) is influenced by managerial openness and ability to build a relationship. It is also postulated by Joo (2007), Yeh (2012) . It is in line with the result from (Bryan, 2006; Dulebohn, 2012) . They indicated that family business has prepared a "prince" to become a manager of the business through continuous training which is suited to organizational size. The purpose of this training is to improve managerial capability.
Meanwhile, the results from Michaud (2005), Mueller (2013) and Connely (2013) stated that family business must be reminded not to reach individual ambition by sacrificing other interest and fail to solve organizational problems that may emerge. As a result, an organization needs anticipation to face family dynamics which is triggered by an event or action that is accumulated by pressure, an opportunity to make a basic change through resources availability, environment and family business purpose (Gersick, 1997; Lines, 2004) .
H4: The stronger control on family dynamics, the higher soft governance capability will be.
The influence of family dynamics on managerial performance
Craig and Moores (2005) Based on the explanations above, it can be concluded:
H6: The higher soft governance capability, the higher managerial performance will be.
The influence of pro-organizational behavior on soft governance capability
The concept of Self Determination Theory (SDT) was firstly introduced by Ryan and Deci (2000) and continued by Wallace (2013) . As a result, high employee involvedness in the workplace will improve managerial effectiveness to run a strategy (Brummelhuis, 2010; Ng and Feldman, 2010) . In soft governance capability context, helpful behavior which is initiated by family can help improving helpful willingness among team member, as it is conceived by soft governance capability.
Stewart (2010) performed some research by showing leadership approach on the individual rate which is closely related with pro-organizational behavior. Another result from this study stated that organizational commitment to its employee (OCE) will improve managerial performance. The organizational commitment will also increase the quality of decision-making process that pushes adequate, collaborative and initiative informational management (Florea and Florea, 2013; Islafatun, 2013; Adiprasetyo, 2013; Soenjoto, 2013) .
Furthermore, the process of knowledge creation and perception are closely related to pro organizational performance. This process has been proven to be the best tool to improve organizational learning in managerial competence repairment and organizational soft governance Based on the explanations above, it can be concluded:
H7: The stronger pro-organizational behavior, the higher soft governance capability will be.
The influence of reorganization behavior on managerial performance
Wall et al., (2004) and Appelbaum et al., (2006) argued convergent validity as the measurement tool of subjective and objective managerial performance. In addition, the influence of various manager on managerial performance is proven to be the strong employee's initiative and commitment for an organization compared with an organization that has more homogenous employee and manager (Hambrick and Mason, 1984 Webster and Adams (2010) and Choudhary (2012) also tried to investigate the managerial effectiveness as the main attention of a research.
H8: The stronger pro-organizational behavior, the higher managerial performance will be.
The influence of managerial trait of family business on managerial performance
Positive attitude attribute such as trust will be formed in involvedness. Negative attitude attribute such as reward and organizational fairness will positively influence the achievement of managerial performance (Rynes, 2002; Lee, 2006; Chitoor and Das, 2007) . In such a context of family business, Winter (2004), Tsai et al., (2007) , there is a positive relationship between managerial trait and managerial performance of the family business. It explains that an organizations with strong market share will achieve more positive managerial trait on work autonomy and reward for their performance (Chahine, 2007 and Vicente, 2013) .
Chompukun (2011) and Lotto (2013) stated that managerial trait positively related to targeted performance, empowerment and managerial performance effectiveness. In family business context, Kok et al., (2003) and Davies et al., (2010) proved that professionality is influenced by personal managerial competence and it will finally influence organizational performance.
Based on the explanations above, it can be proposed:
H9: The better the managerial trait of the family business, the higher the managerial performance will be.
Based on the developed model, literary review and proposed hypotheses, the empirical model in this study can be described as follow: 
RESULT AND DISCUSSION
Based on the respondents in the bus transportation industry is dominated by male managers (100%). Thus it can be understood that men are the parties who deal more with matters relating to the operational management of bus transportations companies, are no exception to family-owned companies.
Based on the age in this study, most of the manager and the owner of family business fills the age range between 40 till 50 years of age as 36.73%. The owners/managers that come from family and fill the age range (>25 years) are 32.66%, whereas the younger one that fills the age range between 31 until 40 years of age are 26.53%. The owners/managers from a family who fill the age range from 21 until 30 are 4.08%, and there is no respondent under 20 years of age.
Based on the educational background, most respondents have at least Diploma degree as 83.67% and the rest of it is from Post Graduate program as 16.33%.
Goodness of fit model test
SEM testing aims to view the adjustment model. The result testing of full model is presented in table 1 below. 
Causality testing (significance test) -regression weight
Output result of full composite model from the empirical model is presented in table 2. Table 2 shows 6 of 9 relationships that have significant influence at significant rate 5% with CR > 2.000 and p-value < 0.05. As a result, CR value shows that the relationship between variables in this model significantly influence each other, therefore the hypotheses can be accepted. Table 3 shows causality relationship from 9 hypotheses, and it shows that there are 6 relationships which have CR value > 2.00 and significant at > 0.05.
CONCLUSION
First, the result testing for hypothesis 1 stated that managerial trait positively influences proorganizational behavior, it enriches some previous studies (Wood, 2012; Stites & Michael, 2011) . Second, the result testing for hypothesis 2 stated that manager from family business trait positively influences soft governance capability, it enriches some previous studies (Barbuto, 2005; Rowold and Wolff, 2009; Wu, 2013) . Third, the result testing for hypothesis 3 stated that manager trait positively influences family dynamics, it enriches some previous studies (Latham & Baun, 2009; Wu & Chaturvedi, 2009 ). Fourth, the result testing for hypothesis 4 stated that family dynamics positively and significantly influences soft governance capability. It enriches and contributes theory about ownership, resistance, environmental pressure, and managerial practice from previous studies (Lavie, 2010 and Mueller, et al., 2013) . Fifth, the result testing for hypothesis 5 stated that family dynamics positively and significantly influence managerial performance, it enriches some previous studies (Pattilo and Soderbom, 2009). Sixth, the result testing for hypothesis 6 stated that soft governance capability positively influences managerial performance, it enriches some previous studies (Schwepker & Good, 2013; Gruman & Saks; Ehtesham (2011) . Seventh, the result testing for hypothesis 7 stated that this hypothesis is denied, it is in line with Ilie (2012) and Skarlicki (2008) , but different from Bennet and Robinson (2000) who stated that unethical pro-organizational behavior is frequently done by an employee to protect negative things from an organization. Eighth, the result testing for hypothesis 8 stated that there is positive but not significant relationship between proorganizational behavior and managerial performance. It is line with Appelbaum (2006), Morin (2011) but different with argue from (Kanten & Ulker, 2013; Chiaburu, 2013). Ninth, the result testing for hypothesis 9 stated that there is a negative and insignificant relationship between managerial trait and managerial performance, it is in line with evidence from Cremes and Petajisto (2008) and Gordini (2012) that recommend the family business to be performed by internal people.
The managerial implications are two strategies: (1) to improve managerial performance by fixing family managerial trait that will increase soft governance capability, and it will finally increase managerial performance, (2) to improve managerial performance by fixing family manager trait that will strengthen control and family dynamics, and it will finally increase soft governance capability.
